Background and Purpose: Part-time employment could be seen as a modern form of employment or a type of innovative organizational change. The average share of part-time jobs in the Czech Republic in the observed period of 2004-2016 was 3.9 % according to the OECD, in comparison to the average OECD value of 16.6%. The main question to arise was, are there any regional differences? The presented conclusions are based on a regional study in the Moravian-Silesian Region (MSR) in the Czech Republic where the median value of part-time jobs is 10%. The main goal is to evaluate the regional level of part-time job offers and identify the main opportunities and obstacles which cause the low number of these job positions. Design/Methodology/Approach: The paper is based on a quantitative study using a questionnaire-based survey, comprising 215 respondents -owners of small and medium-sized enterprises (SMEs) in the Moravian-Silesian Region in the Czech Republic. The survey consists of 16 questions in three main areas: (i) Entrepreneurial motivation (1 item), (ii) External factors -Labour market problems (4 items), and (iii) Internal factors. Secondary information such as the results of earlier studies and regional government websites were used for data results comparison. All variables are compared in the context of the branch of business, number of employees, turnover, and age. Finally, a factor analysis was used to find the main way how to improve part-time job offers. Results: The variety of businesses and different regional locations opens up space for discussion regarding parttime job support. A factor analysis found five significant issues, which could affect local labour market and company behaviour.
Introduction
Flexibility in the labour market concerns the management of different items such as production, organizational processes, number of working hours and different types of employment. There is a fundamental shift away from factors of material prosperity in favour of intangible assets such as knowledge, invention, innovation and creativity (Čemerková et al., 2016, p. 113) , which brings opportunities for employees, but on the other hand obstacles for employers. It changes the behaviour of employees, but also the approach of organizations themselves when working with human capital. One type of employment, used particularly in Western European countries in the area of flexible employment, is part-time employment. Willingly assuming part-time employment creates an opportunity for employees to combine family and work life or to secure at least some source of income in cases when a full-time job is not available. Part-time employment represents an opportunity for employers to keep specialists in the company and to cope with fluctuations in demand (Formánková, et al., 2011) .
The behavioural change in companies brings about a different ratio between standard forms of employment (8-hour working day, 5 working days a week, permanent employment) and non-standard forms of employment. These non-standard forms need to be re-evaluated in contrast to the current concept of employment of workers. Possibilities regarding the amount of flexibility in the labour market are defined by subcontracts and short-term contracts, which could erode the direct relationship between an employer and an employee. A number of factors influencing labour market changes have triggered the need, which was defined by Dušková (2005) and Keller, (2012) :
• an increase in the number of employees in services,
• the risks and uncertainties associated with continual changes, • new forms of ICT technologies, • an increase in the number of well-paid jobs and knowledge-based positions, • an increase in the volume of non-fully-fledged forms of work.
In accordance with this, flexible forms of employment need a particularly sensitive approach from superiors and, above all, in-depth communication (Němcová et al., 2016) . However, the styles and methods of executive management directed towards part-time employees are often similar to full-time employees, even though these groups of workers have completely different values, views, principles and attitudes (Clinebell and Clinebell, 2007, Wotruba, 1990 ). Different managerial practices within these two groups represent a prerequisite for understanding employees' needs in order to increase their satisfaction. The transition of a qualified permanent employee to part-time employment would be a good solution in cases, when the employee still has a standard relationship to the transformed employment and cannot work on a standard daily basis for a variety of reasons (personal, health, etc.) . If the employer does not permit reducing the working time, he may well lose the employee who requires this change. An employee leaving unexpectedly means not only the loss of the capital invested in this person, but also brings about new costs associated with training a new employee for a given position in the company.
On the contrary, the recruiting of part-time workers faces several obstacles. The crucial thing arises from the nature of the matter, where part-time jobs offer lower financial incentives and are usually connected with professions where the high qualification of an employee is not required (Sobaih, 2011b) . It is this that causes less interest in this type of employment. In addition the lower hourly wage rate and the worse position of an employee in the case of hourly wage rises are considered to be one of the main factors affecting the increase of part-time work in general (Hora, 2009 , Sobaih, 2011b . Another problem is related to the perception of part-time work as a possible benefit, which becomes an argument in negotiating non-financial forms of employee benefits, such as a company car or a laptop Křížková, 2015, Tilly, 1996) .
Another group of obstacles arise from employee education and development. Investments in human capital have a similar importance as investments in tangible assets. In the case of a non-standard working regime (part-time work, home office, etc.), businesses tend to restrict access to the activities paid for by the employer (Sobaih, 2011a , Hirsch, 2005 . On the other hand, part-time employees do not have the full range of employee benefits and the same hourly wage rate as core employees (Haipeter, 2013) . The potential for career advancement is also restricted (Vohlídalová and Formánková, 2012) for part-time employees. It can be argued that a part-time employee is more productive per hour than a full-time employee, because he or she spends less hours at work during the day and is less exposed to stress (Garneo et al., 2013) .
A different approach to part-time employees could be illustrated across selected countries around the world. A part-time employee in the USA or in Australia is defined as an employee who works less than 35 hours per week, while in New Zealand and the United Kingdom it is an employee who works less than 30 hours per week. Extreme values were set in Germany, when part-time employment is defined as working less than 36 hours per week, in contrast France puts the number at 20 hours per week (Bardoel, et al., 2007 , Fagan et al., 2014 . Similar biases are also faced in Australia where the proportion of part-time employment is relatively high, i.e., about 30% (OECD, 2018) .
There is a significant gap between the countries of Western and Eastern Europe (Epstein, et al., 2014 , Muffels, 2014 , Fialová, 2017 as illustrated in the EU in the period of 2004-2016 in EU countries (Table 1) .
As is shown in the Table above, significant differences exist across EU countries, where the situation during the observed period is mostly unchanged. While the OECD median value is a 16.6% share, only seven countries are hovering around that value in the appropriate quartile. The leading countries for part-time employment are, using the mode value -Netherlands (37.02 %), United Kingdom (23.93 %), Ireland (23.27 %) and Germany (21.98%). Clearly lagging behind are Bulgaria (1.86 %), the Slovak Republic (3.66 %) and the Czech Republic (3.9 %).
Part-time employment is defined in Section 80 and Section 241 of the Labour Code (Act No. 262/2006 Coll. Labour Code) in the Czech Republic. A part-time employee means an employee, whose normal working time, calculated on a weekly basis or as an average over a certain period of employment but not exceeding one year, is shorter than the normal working time of a comparable fulltime worker (Kučina, 2007, p. 18 the Czech Republic is caused by managers believing that flexible working hours could lead to insufficient control of working time. Access to the diversity of employees and the use of their potential have an impact on the competitiveness of the enterprise (Němcová et al., 2016) , which, in the context of aggregate economic indicators, will be reflected in the performance of the whole region (Mikhaylova, 2016) . This problem is closely connected with flexicurity. Flexicurity is a new way of looking at flexibility and security in the labour market, which has been endorsed by EU leaders and the European Commission as a way of solving the Union´s employment problems (Černá, 2010, p. 49) .
The main goal of this paper is to express the current situation in the labour market on a regional level in order to find out the key factors, which cause a low level of flexicurity among the labour force. According to a study by Couprie and Joutard (2017) , who examined the impact of part-time employees during the great recession in France in relationship to the business cycle and Fialová (2017) , who dedicated her research to the Central European labour market and Fagan et al. (2013) , who examined obstacles to part-time employment, it is therefore clear that such connections exist between the regions and ratios of part-time jobs.
Hence, it could conceivably be hypothesised that the trend would be observed in the Czech Republic and regional differences might be significant for evaluation as Urminský (2017) confirmed by its cluster analysis of the labour market. Results of primary research will provide further support for the inductive quantitative hypotheses that were set out according to the previous literature review:
When labour market has an specific behaviour according regional differences (Uminský 2017, Němcová et al., 2016 and Fialová 2017) , it is necessary to examine dependence of the labour market structure by its decomposition into several relatively similar subsets, when the branch of the business would play significant role in that relationship (Fejfarová, 2016) . We expect that business structure and its economical indicators in examined region could play the role in part time employment so we had formulated following hypotheses:
• 
Methods
Primary quantitative research between SMEs was used to obtain relevant data. The theoretical background for the questionnaire structure was based on the VRIO (Barney, 1997) model, particularly for the evaluation of internal competitive advantage in the area of human resources. This approach was combined with the model of business flexibility, published by Slávik and Romanová (2005) , followed up by the previous studies of Šebestová (2007) and Pawliczek et al., 2011 and Tvrdoň et al, 2015) .
The questionnaire was used to collect data in a rather broad study (business environment, strategy and human resources) and in this paper we will focus on just one aspect of the study -flexibility of work places and part-time job offers in small and medium sized businesses. These businesses must fulfil the criteria of size and turnover according to EU requirements for classification of SMEs
.
The respondents who fell within this definition of SMEs were business owners or managers, who agreed to a personal visit. SPSS statistical software was used for statistical analysis. The minimum sample size n was calculated by using the formula (Olaru et al., 2010) : 1 1 A SME entrepreneur is considered to be an entrepreneur who employs fewer than 250 employees and whose annual turnover does not exceed EUR 50 million or has an annual balance sheet total which does not exceed EUR 43 million (Recommendation 2003/361/EC) where: t….confidence level, corresponding to the probability with which the accuracy of the results will be guaranteed, from the statistical tables of the student distribution; p….prevalence, probability or proportion of the sample components that will explore the problem; ω….acceptable margin of error.
The questionnaire survey was conducted with owners and managers of small and medium sized businesses (fewer than 250 employees) in the Moravian-Silesian Region (NUTS II), operating between 2009-2013. The companies fulfilled the criteria of being designated as small and medium sized businesses with their number of employees -fewer than 250, operating a business in the area of the Moravian-Silesian Region and agreeing to a personal visit during autumn 2014. Data obtained from questionnaires was analysed through the SPSS statistical packet programme. Research was conducted in order to determine:
• Identification of factors determining business behaviour in the examined region (part A, 10 questions).
• Finding the interaction between the sector according to the type of business and employee structure (part B, 16 questions).
The results were confirmed through the assessment of scale reliability, construct validation and un-dimensionality of the research constructs. Cronbach's Alpha was used to assess the scale reliability of each construct in the research model. The alpha of every factor was greater than the suggested threshold value of acceptable reliability of 0.6. All survey questions utilised a 5-point Likert scale (1 -the best, 5 -the worst for non-numerical data). Minimum Sample Size. Using equation (1), where the t value (sig. α = 0.05) was 1.645 and ω = 0.05 was the acceptable error limit of 5%. A prevalence value (p-value) was counted as the proportion of businesses, which were active in 2014 in the MSR (250,028 entities) to the total number of businesses in the Czech Republic (1,470, 929 entities), the p-value was 0.1699; then the minimum sample size was counted up to 153 respondents (Tvrdoň et al., 2015) . A total of 285 questionnaires were taken from 400 contacted enterprises. Unfortunately, 70 individuals were excluded from the study on the basis of missing data, illogical answers, and contradictory responses. A statistical n t p p 2 2 1 1 ( ) Z evaluation was made for 215 valid responses, whereby the minimum sample size was respected.
The total internal reliability was measured using Cronbach's alpha, which had a value of 0.845, while the partial analyses internal reliability of data ranged around the value of 0.79, which satisfies the condition for further data analysis (Nunally, 1978) .
To test basic statistical ties, variable methods were used. Cramer's contingency coefficient V, which represents the most appropriate measure of association between two nominal variables was one of the most important. Scale, introduced by Cohen (1988) for the correlation coefficient was used for coefficient interpretation. For predictive interpretation, the formulation that can be found in the work of Liebetrau (1989) was used, where the degree of significance between 0.25 and 0.5 means a factor in the causal linkage and the value between 0.7 and 0.9 makes it possible to predict the factor behaviour in the next period.
Analyses and Results
The Moravian-Silesian Region is one of 14 regions in the Czech Republic. It is located in the northeast of the Czech Republic and is one of its most peripheral parts. In the north and east it borders with Poland and in the southeast with Slovakia 2 . The cross-border character of this region provides opportunities for effective cooperation in the sphere of production, infrastructure development, environmental protection, cultural and educational activities and in the field of tourism. According to the European regional classification, the MSR is simultaneously classified as NUTS II and NUTS III (Čemerková et al., 2016) 3 . Since the 19 th century, the MSR has ranked among the most important industrial regions of Central Europe. Its industry is concentrated in the Ostrava-Karvina industrial and mining basin. The MSR has 1,220,000 inhabitants and is the third most populous region in the Czech Republic. However, the MSR is one of the regions with the fewest municipalities. If we take the population in 1995 as a starting index of 100, then the population in 2012 only amounted to an index number of 94.5. The population decline is caused by the low birth rate since 1993 and, unlike the rest of the Czech Republic, also by migration. Despite the current slow-down of heavy industry and mining, more than a third of the total of 549.1 thousand persons is employed in the Czech economy with another 12% in trade and repairs of goods. (CSO 2015 , MSK, 2017 1 2 http://www.msk.cz/, http://www.risy.cz/cs/krajske-ris/moravskoslezsky-kraj/verejna-sprava/spravni-cleneni/uzemni-cleneni-mapy/ 3 The NUTS classification (Nomenclature of territorial units for statistics) is a hierarchical system for dividing up the economic territory of the EU for the purpose of: (1) The collection, development and harmonisation of European regional statistics, (2) Socio-economic analyses of the regions, where NUTS I: major socio-economic regions, NUTS II: basic regions for the application of regional policies, NUTS III: small regions for specific diagnoses, and (3) Framing of EU regional policies.http://ec.europa.eu/ eurostat/web/nuts The Moravian-Silesian Region has been a region facing a number of problems for a long time. Within the Czech Republic, it is a region with a high unemployment rate. This is mainly structural unemployment because of the decline in the former coal mining and heavy industry. Total gross domestic product (GDP) has always been higher than the national average. However, if we focus our attention on GDP per capita, we can see that the strong position of the MSR disappears. The Moravian-Silesian Region, as the fourth largest regional economy according to a RIM Plus study (Čadil, 2014) , generated 10.2% of the national GDP, and reached 97% of the national average of GDP in PPS per the employed, the second highest value in the Czech Republic. Despite the modernisation of many companies, the innovation activities in the business sector are rather below average. The Moravian-Silesian Region is traditionally considered a problematic region, in the past it underwent fairly major structural changes, which brought with them a higher unemployment rate and a higher proportion of long-term unemployment, compared with other Czech regions . Since 2009, the number of newly formed businesses has continuously decreased, while the number of non-operational entities has grown. This problem in combination with the unsuitable qualification structure of the workforce illustrates the problems in the functioning of the labour market in the MSR as mentioned in Table 2 , where regional value added (in comparison with the year 2007) significantly decreases. SMEs in the Czech Republic represent an important group of employers and therefore they need to be taken into account (Fejfarová and Urbancová, 2016, p.86) . As a baseline for macroeconomic indicators we chose the year 2007 to be able to evaluate the full supporting period from EU funds (2007) (2008) (2009) (2010) (2011) (2012) (2013) and their impact on the regional competitiveness of the region, specifically focused on human resources development and the adaptability of businesses, where the following formula (2) was used.
The industrial structure of the MSR is currently causing many problems that are particularly associated with a higher proportion of unemployed persons. As seen from Table 2 , the most striking result to emerge from the data is that the GVA change index decreased significantly. Many companies with high value added moved their main place of business outside of the region and the remainder are mostly connected with low value added production. The results are rather surprising in the area of migration, where the ratio is negative it brings a positive effect -the migration rate was lower in 2014 than in 2007. Today, the MSR is the region with the second highest recorded unemployment rate in the Czech Republic. A very significant problem is the proportion of long-term unemployed (over 12 months) in the total number of unemployed, which in the MSR is above the national average. This situation is also reflected in the number of applicants per job vacancy (Čemerková, 2016) .
Data Sample Evaluation
The data was collected throughout the whole of the Moravian-Silesian Region; the percentage of respondents in each district corresponds to the percentage proportion of economically active enterprises in this region, where companies with up to 9 employees dominate in the sample (46.05%), followed by companies with 10 to 49 employees (27.44%). On the other hand, companies without employees have a share of (11.63 %) and companies with 50 to 249 employees made up the rest of the sample (14.88%). Most of the companies were in a growth (49.77%) and mature (31.63%) phase of business, in contrast to established companies (15.81%). A minority of participants (0.93%) showed that they plan to wind up their business or are in a state of decline (1.86%).
In terms of legal form, the sample can be classified as follows: limited liability companies (45.6%) and self-employed persons (39.5%) make up the largest share, joint stock companies are in third place (12.1%). Other types of enterprises (public companies, non-profit organisations) are present only in small numbers (up to 1%). Other qualitative indicators, such as age and branch of business are summarized in Tables 3 and 4 .
In the sample we can find both new companies (in existence up to 5 years) and enterprises that operated in the market even before the change of political regime in 1989. The enterprises created in the nineties (after 1990) are the predominant group, where ¼ of the companies were established before 1993.
The specialization of SMEs reflects regional macroeconomic profiles, where GVA significantly decreased (see Table 2 ). 
Part-time Job Offers on a Regional Level
The present study was designed to determine the effect of part-time job offers regarding other quantitative indicators. The first part of the analysis examines the percentage share of businesses supporting part-time jobs and these results are inputs for multidimensional analysis (based on the Cramer V coefficient for nominal values), where all factors, have an influence on the decision to change personnel policy in small businesses. Factor analysis presents the last part in finding the main factors, which could support or weaken the decision to create part-time jobs.
As is shown in the following Table 5 , only 83 companies of the total number of 215 companies (38.6% of respondents) answered the question of whether they have part-time workers positively. On the other hand, 61.4% of respondents (132 enterprises) did not report any part-time work. In our sample, part-time employees formed 29.73% of the workforce on average.
Part-time employment has a dominant position in industrial enterprises -60% of industrial enterprises use this "modern" form of employment. The construction industry occupies second place. Agriculture lies in last place (25%) when it comes to part-time job offers. Based on the legal form of companies, limited liability companies occupy first place among the companies with part-time employees, where more than half of these companies have parttime workers. Self-employed entities are in second place, with 25% of their workforce being made up of part-time employees. Joint-stock companies occupy third place, where 38.46% of these businesses have responded positively to the questions about part-time employees. On the other hand, non-profit organizations and public companies do not have any part-time employees at all. The level of association between part-time employment and company size by number of employees is shown in Table 6 . To sum up, in terms of size by number of employees, part-time employment accounts for half of the total share -micro-enterprises with 40.4%, small with 44.07% and medium enterprises 50%. To gain a greater level of association, the relationship between part-time employment and turnover has been described (Table 7 ; exchange rate EUR 1 = CZK 28).
Part-time employment ranges in the sample from 36.36% to 66.67%, where the predominant group is made up of companies with a turnover of 35 -350 thousand EUR per year. To clarify who the "potential" employer is, who prefers to mix part-time jobs with classic employment, we can see that (according to Tables 5-7): "it is an industrial or construction company, in the legal form of a limited lia- We will now turn to the hypotheses formulated in the introduction part of the paper, where H1 stated that: ""The branch of business in examined region increases an offer of part-time employment." . Unfortunately, Cramer's contingency test does not support the significant relation between the use of part-time jobs and the branch of business at the significance level ɑ = 0.05 (Cramer's V = 0.192, Sig. 0.162), therefore the H1 hypothesis must be rejected. These findings were supported by the cross tab analysis made in Table 5 , where only two of the six branches have a significant share of part-time employment, these being construction and industry.
Following on in that manner, hypothesis H2 was formulated as: "The company size exhibits an offer of parttime employment.)." This hypothesis (H2) must be accepted when the relationship between part-time employment and company size by number of employees in SMEs (explored by size group, Table 6 ) was confirmed at the significance level ɑ = 0.05 (Cramer's V = 0.266, Sig. 0.002). This relationship is statistically significant, although the power of the "tie" between variables is rather small because of the existence of two significant groups in the sample (1-9 employees and 10 to 49 employees). Finally, hypothesis H3 was formulated as: "The turnover volume brings an extension of offer of part-time employment in " (Table 7) . This hypothesis (H3) must be rejected, because it did not find any significant relation between the use of part-time employment and turnover at the significance level ɑ = 0.05 (Cramer's V = 0.092, Sig. 0.872). There is a dominating group of 60 enterprises with a turnover of 35 -350 thousand EUR which plays a significant role in the sample. Taken together, these results suggest that there would be an association between other qualitative variables, which were included in the questionnaire. The next part, therefore, moves on to discuss the possibility of modelling other relationships between questionnaire variables, such as motivation to start up, labour force problems or other strategic issues.
Other Factors Influencing Part-time Employment on the Regional Level
To be able to clarify factors, which have an influence on part-time job offers, we used results from the questionnaire (parts A and B) with a multidimensional approach description (dependent on variables from previous parts: turnover, number of employees, age and branch of business; the business stage and business cycle were excluded from the list because there was no existence of a relationship in any indicator). We selected the data relevant to three main areas: (i) Entrepreneurial motivation (1 item), (ii) External factors -Labour market problems (4 items), and (iii) Internal factors (based on the VRIO approach, 11 items). General results were summarized in Table 8 .
What is interesting about the data in this Table is that the quality of the labour force in the examined region is ranked as average (factor 3), but investment into human resource development is very weak (factor 9). Surprisingly, the average value of part-time jobs in companies on the regional level is 10% (in contrast to 3.9 % on the national level, Table 1 ). To distinguish the relationship between these factors a preliminary cross-tabulation matrix was used. This Table (Table 9 ) was evaluated by the Cramer V ratio. Previous analysis declared the average validity of statistically significant ties between chosen variables (Cramer V near the value of 0.3), this could help to find areas, which need to be expanded in future research application:
• Entrepreneurial motivation -only the tie with the branch of business was established. It was significant in the branch of business of respondents.
• External factors -labour market problems -a low, but statistically significant relationship was proved in the indicator of "available housing for employees" in three areas -turnover, number of employees and branch of business. This factor could cause a decline in job demand due to a lack of housing near the place of business of the company, as Czech people are very mindful of the amount of time they spend commuting to work, especially people in the MSR, who are classified as "local patriots" (Profesia, 2015) .
• Internal factors -medium in strength but statistically significant ties were found in two factors -"projects for qualification growth", where these projects are dependent on turnover, number of employees and branch of business. On the other hand, "student job places" as a potential source of part-time jobs relates to turnover, number of employees and business age.
Finally, a factor analysis was provided, the Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) was 0.629 (Approx. Chi-Square 291.953, Sig. 0.000), where five factors were extracted (variance explained in 65.129%), where part-time job offers (in the form of the share of part-time places) were dependent on variables (Table 10) .
Two-fifths of factors are from the external environment (factors 3 and 5), contrary to internal factors 1, 2 and 4, which have more impact on total variance explained. It explains that current behaviour is influenced by personnel strategy, willingness to change the current situation and willingness to invest in organizational change (in the form of part-time jobs). This model described the current situation in the region and the main forces, which pose obstacles (business environment, local labour market) and on the other hand, opportunities, which arise from the internal environment (internal strategy, investments and employee involvement).
Discussion and Conclusion
Although the literature (Čadil, 2014 , Dušková, 2005 , Fejfarová, 2016 , Fialová, 2017 states that part-time employment is not attractive to enterprises in the Czech Republic -they use it only to a small extent, survey results in the SMEs segment in the NUTS II Moravian-Silesian Region found out that SMEs use them considerably more. A total of 38.6% of enterprises answered the question of whether they have part-time workers affirmatively. Part-time employees form 29.73% of the workforce on average according to the survey results.
The survey also showed that all types of businesses use part-time workers; there is no fundamental difference between them. Significant areas were described, such as the area of internal investment into organizational change so as to be able to offer part-time jobs (factor 2, Local labour market - Table 10 ).
Being flexible is one of the prerequisites for success. This ability is reflected in many aspects. One of them is flexibility in active work with human capital. This flexibility allows the company to work with high-quality employees. These employees play a key role in each company´s life, which was confirmed by factor 4 (Employee involvement - Table 10) .
Part-time employment is a flexible form of employment. Given the many problems faced by the Moravian-Silesian Region it was found that SMEs consider parttime employment to be very positive. If companies make good use of other forms of flexibility, they have a chance to be successful and contribute to the development of the region.
The presented study highlighted the local impact of entrepreneurship activity and willingness to support parttime jobs, which is also the main limitation of the presented study, when it is connected with the local labour market and the local quality of the labour force, when the effect of migration of the labour force was excluded. Consequently, motivation to invest in human resources must be taken as a starting point for understanding the issue of SMEs innovativeness, especially in the area of organizational innovations. Despite these limitations, the relationships between the type of business and activities leading to part-time jobs growth on the one hand and willingness to cooperate with employees on the other hand show the potential for motivation and support of cooperation.
Moreover, more systematic research and evaluation of part-time job forms is needed, not only on a central level, but on the local level to support bottom-up organizational innovations, not only centralized activities according to regional specialization. The structure of the labour force on the local level affected by an aging population, number of people with disabilities and changes in industry structure on the regional level -these are the challenges for parttime employment support as organizational innovation (Fagan, 2014) .
